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ABSTRACT
THE MEDIATING ROLE OF WORK ENGAGEMENT ON THE RELATIONSHIP
BETWEEN PERCEIVED SUPERVISOR SUPPORT AND TURNOVER INTENTION
by Addison Yeosock
The purpose of the current study was to examine the mediating role of work
engagement on the relationship between perceived supervisor support and turnover
intention using the Jobs Demands-Resources (JD-R) model and the motivational
processes of engagement as the theoretical framework. A total of 954 employees of a
healthcare organization participated in an online survey. Results showed that work
engagement partially mediated the relationship between perceived supervisor support and
turnover intention. Perceived supervisor support was negatively related to turnover
intention directly and indirectly through work engagement. Based on these findings,
organizations should focus on strategies of increasing the job resource of perceived
supervisor support in order to motivate employees to be more engaged, which is likely to
reduce the likelihood that they will leave the organization.
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Introduction
Turnover is one of the major concerns for organizations. For example, employee
turnover costs organizations 90% to 200% of an employee’s annual salary (Cascio,
2006). Such costs include severance pay, administrative costs, and costs associated with
recruiting, hiring, onboarding, and training new employees. Not only are there costs
associated with employee turnover, but there are other performance indicators that are
impacted (Brown & Medoff, 1978; Tziner & Birati, 1996). For example, customer
outcomes are negatively impacted, such as customer satisfaction, wait times, and service
quality (Hausknecht & Trevor, 2011). Turnover also disrupts established organizational
systems by making coordination efforts and processes among team members harder due
to a vacancy of an established role in the organization (Staw, 1980). Additionally,
organizations lose the knowledge, skills, and abilities of employees when they leave the
organization. Because turnover is costly to organizations, researchers have paid
considerable attention to predictors of turnover.
Research has identified numerous predictors of turnover, including organizational
commitment, job satisfaction, autonomy, tenure, and social support (Chang, Wang, &
Huang, 2013). However, one of the strongest predictors of turnover is turnover intention
(Allen, Bryan, & Vardaman, 2010). Turnover intention is the extent to which an
employee intends to leave his or her organization (Ma & Trigo, 2008). One of the most
commonly found predictors of turnover intention is perceived supervisor support
(Karatepe, 2014; Kim & Jogaratnam, 2010; Nichols, Swanberg, & Bright, 2016).
Perceived supervisor support is defined as the degree to which supervisors value their
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employees’ contributions and care about their well-being (Eisenberger, Stinglhamber,
Vandenberghe, Sucharski, & Rhoades, 2002; Kottke & Sharafinski; 1988). An
employee’s relationship with his or her supervisor plays a critical role in the employee’s
intention to leave the organization (Allen, Bryant, & Vardaman, 2010).
Although perceived supervisor support has consistently been shown to be related to
reduced turnover intention, not much is known about the mechanisms of this relationship.
However, when researchers (e.g., Nichols et al., 2016; Shuck, Twyford, Reio, & Shuck,
2014) have examined potential mechanism underlying the relationship between perceived
supervisor support and turnover intention, they have often used social exchange theory
(Blau, 1964). This theory states that the mechanism of the relationship between perceived
supervisor support and turnover intentions is a norm of reciprocity or felt obligations.
However, the present study argues that motivation might also be an explanatory
mechanism for the relationship between perceived supervisor support and turnover
intention. More specifically, the present study proposes that work engagement acts as a
mediator of the relationship between perceived supervisor support and turnover intention.
Work engagement is defined as employees’ harnessing of their selves to their work roles,
as they express themselves physically, cognitively, emotionally, and mentally, and is a
motivational construct (Kahn, 1990).
Using the job demands-resources (JD-R) model (Schaufeli & Bakker, 2004), which
states that job resources lead to a motivational state of engagement, which in turn is
related to positive outcomes, the present study proposes that perceived supervisor support

2

acts as a resource and is positively related to work engagement, which in turn is
negatively related to turnover intention.
The following sections provide a definition of turnover intention, followed by a
review of the literature on predictors of turnover intention. Next, I describe social
exchange theory and review findings on mediators of the relationship between
antecedents and outcomes using this theory, and then introduce the JD-R model
theoretical framework and its findings, and the research hypothesis tested in this study.
Definition of and Predictors of Turnover Intention
As mentioned earlier, the study of turnover intention is important because the
literature has identified turnover intention to be one of the strongest predictors of actual
turnover (Allen, Bryant, & Vardaman, 2010; Heavey, Holwerda, & Hausknecht, 2013;
Mobley, Horner, & Hollingsworth, 1978; Tett & Meyer, 1993). Turnover intention is
defined as an employee’s “conscious and deliberate willfulness to leave the organization”
(Tett & Meyer, 1993, p. 262). Due to turnover intention being the strongest predictor of
turnover, researchers have paid a considerable amount of attention to identify predictors
of turnover intentions. Examples of antecedents of turnover intentions include job
satisfaction, affective organizational commitment, and perceived supervisor support
(Freund, 2005; Gordon, Tang, Day, & Adler, 2019; Karatepe, 2014; Kim & Kao, 2014;
Nichols et al., 2016).
Job satisfaction, defined as the overall evaluative judgments one has about one’s job
(Weiss, 2002), has been consistently shown to be negatively related to turnover intention
(Chang et al., 2013; Feyerabend, Herd, & Choi, 2018; Freund, 2005). In a meta-analysis
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conducted by Kim and Kao (2014), they found job satisfaction to be one of the strongest
predictors of turnover intention. These findings indicate that the more employees are
satisfied with their job, the less likely they are to intend to leave the organization.
Affective organizational commitment, or an employee’s emotional attachment and
involvement in their organization (Allen & Meyer, 1996; Mowday, Steers, & Porter,
1979), has also been shown to be negatively related to turnover intention. Freund (2005)
found a negative relationship between affective organizational commitment and turnover
intention. These findings indicate that the more employees are emotionally attached and
committed to their organization, the less likely they are to develop an intention to leave
their organization.
Another widely studied predictor of turnover intention is perceived supervisor
support. Perceived supervisor support is defined as employees’ perceptions of the extent
to which a supervisor values their contributions and cares about their overall well-being
(Kottke & Sharafinski, 1988). Supervisors who engage in supportive practices inform
their subordinates of decision-making, communicate organizational information, provide
them with performance feedback, and encourage their autonomy and development
(Karatepe & Kaviti, 2016).
Ample research has shown a significant and negative relationship between perceived
supervisor support and turnover intention (e.g., Gordon et al., 2019; Kim & Kao, 2014;
Nichols et al., 2016). For example, Newman, Thanacoody, and Hui (2012) studied the
relationship between perceived supervisor support and turnover intentions in a sample of
1,000 Chinese employees from five multinational organizations in the service sector. The
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researchers found perceived supervisor support was significantly and negatively related
to turnover intentions. Maertz, Griffeth, Campbell, and Allen (2007) employed a sample
of 225 social workers to investigate the relationship between perceived supervisor
support and turnover intention. Results showed that perceived supervisor support was
significantly and negatively related to turnover intention. These findings show that
employees who believed their supervisor to be supportive of them were less likely to
think about leaving their job.
Due to the ample research findings that has shown that perceived supervisor support
is significantly and negatively related to turnover intention, researchers have set out to
understand the mechanisms of this relationship. Examination of mediators of the
relationship between perceived supervisor support and turnover intention is important
because turnover intention has costly implications for organizations, and it is important to
understand why perceived supervisor support is associated with lower turnover intention.
When researchers (Nichols et al., 2016; Shuck et al., 2014) tried to identify a potential
mechanism of the relationship between perceived supervisor support and turnover
intention, they have often used social exchange theory to explain the mechanism of the
relationship.
Social Exchange Theory
According to social exchange theory (Blau, 1964), social exchanges are based on the
exchange of benefits between parties. Individuals enter and remain in exchange
relationships as long as costs do not outweigh benefits. Social exchanges are marked by a
level of investment in which benefits and reciprocations are exchanged over a long-term,
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open-ended period (Colquitt & Zipay, 2015). In social exchanges, benefits tend to be
unspecified and intangible. Examples of benefits include things like assistance, advice,
and appreciation (Colquitt & Zipay, 2015). Perceived support from one’s supervisor is
considered to be a benefit that causes a deepening of exchange relationships. Once the
deepening of the relationship occurs, employees are likely to reciprocate the benefits in
the form of more positive job attitudes and behaviors due to the norm of reciprocity. In
other words, employees feel obligated to repay positive treatments from their supervisors
with beneficial attitudes and/or behaviors.
Using social exchange theory, researchers have identified several mediating variables.
For example, Stinglhamber and Vandenberghe (2003) identified affective commitment to
the supervisor as a mechanism to explain the relationship between perceived supervisor
support and turnover intention. Affective commitment to the supervisor was defined as
“an attachment characterized by an identification and emotional attachment to the
supervisor” (Clugston, Howell, & Dorfman, 2000; Stinglhamber & Vandenberghe, 2003).
More specifically, they hypothesized that affective commitment to the supervisor would
mediate the negative relationship between perceived supervisor support and turnover.
Results supported the hypothesis. The researchers found that the more an employee
perceived their supervisor to support them, the more they felt affectively committed to
their supervisor, which in turn led to lower turnover intention.
Similarly, using social exchange theory, Nichols et al. (2016) investigated the
mediating role of affective organizational commitment on the relationship between
perceived supervisor support and the intention to leave. The researchers sampled 270
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frontline service employees in two hospitals in the United States. Results indicated that
affective organizational commitment fully mediated the relationship between perceived
supervisor support and the intention to leave. These findings indicate that when
employees perceive their supervisors to be supportive, they are more affectively
committed to their organization, which in turn leads to less intention to turnover.
While affective commitment to the supervisor and affective organizational
commitment have been researched as mediators between perceived supervisor support
and turnover intention, work engagement has received less attention. Prior research has
investigated the relationship between perceived supervisor support and intention to leave
through the lens of social-exchange theory, but little attention has been paid to the
mediating role of work engagement on this relationship using the JD-R model.
Job Demands-Resources (JD-R) Model
The Job Demands-Resources (JD-R) model states that job resources lead to work
engagement, which, in turn, lead to a multitude of positive outcomes through a
motivational process (Bakker, Demerouti, & Euwema, 2005; Demerouti, Bakker,
Nachreiner, & Schaufeli, 2001; Schaufeli & Bakker, 2004). The model proposes that job
resources drive work engagement because they serve both intrinsic and extrinsic
motivational roles. Some of the positive outcomes of work engagement include increased
in-role and extra-role performance, greater creativity, and reduced turnover intention
(Bakker & Demerouti, 2008).
Work engagement. Work engagement has been defined in many different ways
throughout the literature. For example, Kahn (1990) conceptualized work engagement as
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the “harnessing of the organizational members’ selves in their work roles, expressed
cognitively, affectively, and physically” (p. 7). Engaged employees invest their physical,
cognitive, and emotional energies into their role performance (Kahn, 1990; Crawford,
LePine, & Rich, 2010). That is, engaged employees become energetic in their work,
focused and attentive, and are emotionally invested in their work (Kahn, 1990).
According to Schaufeli, Salanova, González-Romá, and Bakker (2002), work
engagement is defined as a “positive, fulfilling, work-related state of mind that is
characterized by vigor, dedication, and absorption” (p. 6). Vigor is defined as the
willingness to invest effort in one’s role, exhibit high levels of energy, and persistence
even in the face of difficulties. Dedication is characterized by a sense of enthusiasm,
pride, and challenge. The state of absorption is when one is deeply engrossed in their
work and time passes quickly, often having difficulties detaching oneself from work.
According to this definition, when employees are engaged, they feel compelled to strive
toward a challenging goal, bring their personal energy to work, and are intensely
involved in work through enthusiastically applying such energy (Maslach, Schaufelli, &
Leiter, 2001).
While Kahn (1990) and Schaufeli et al. (2002) are the two groups of researchers who
have provided the most widely used definitions of work engagement, other scholars have
also contributed towards the definition of work engagement. For example, work
engagement encompasses an employees’ affective commitment to the organization
(Baumruk, 2004; Rhoades, Eisenberger, & Armeli, 2001). Work engagement is also
defined as the extent to which employees are cognitively, emotionally, and mentally
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committed to their organization, often displayed by the amount of discretionary effort
they exhibit in their job (Frank, Finnegan, & Taylor, 2004; Macey & Schneider, 2008;
Saks, 2006; Ware, 2012).
Considering that work engagement has been defined in several different ways in the
literature, the definition of work engagement for this study includes components from a
few different scholars. In the present study, I define work engagement as the willingness
to invest high levels of energy and discretionary effort in one’s role, a sense of pride in
one’s work, and the investment of one’s physical, cognitive, and emotional energies in
one’s role (Frank et al., 2004; Harter, Schmidt, & Hayes, 2002; Kahn, 1990; Macey &
Schneider, 2008; Crawford, LePine, & Rich, 2010; Schaufeli et al., 2002; Ware, 2012).
Predictors of work engagement. According to the JD-R model, predictors of work
engagement are job resources. Job resources refer to physical, psychological, social, or
organizational aspects of a job that may (a) be functional in achieving work goals; (b)
reduce job demands and the associated physiological and psychological costs; and (c)
stimulate personal growth and development (Demerouti et al., 2001). Job resources can
play both an intrinsic motivational and an extrinsic motivational role. They play an
intrinsic motivational role because they foster employees’ growth, learning and
development, and fulfill basic human needs (Bakker & Demerouti, 2008). Job resources
can also play an extrinsic motivational role because they are instrumental in achieving
work goals (Bakker & Demerouti, 2008). Example of job resources identified in the JD-R
model include job autonomy, social support from co-workers, feedback, opportunities for
development, task variety, job security, and role clarity (Schaufeli & Bakker, 2004). In a
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meta-analysis by Crawford, LePine, and Rich (2010), the researchers identified several
job resources that were positively related to work engagement, such as job autonomy,
feedback, opportunities for development, and job variety. Similarly, Halbesleben (2010)
also found that autonomy, social support, and feedback were positively related to work
engagement. These findings indicate that people become engaged when job resources
exist.
Perceived supervisor support. Supervisor support has also been widely identified as
a job resource in the literature (Demerouti et al., 2001; Leiter & Maslach, 1988; Saks,
2006). Supervisor support includes opportunities for development, performance
feedback, and the interest in employees’ career goals (Bakker, Demerouti, & Verbeke,
2004; Demerouti et al., 2001; Kraimer & Wayne, 2004). The present study focuses on
perceived supervisor support as a job resource because employees who perceive their
supervisor as supportive are likely to be motivated both intrinsically and extrinsically in
their jobs. Consistent with the JD-R model, perceived supervisor support plays an
extrinsic motivational role as employees get the job done if they receive support from
their supervisor. Furthermore, supervisor support indicates that employees are valued and
cared by their supervisors, thus, employees are likely to be intrinsically motivated if they
feel their supervisor are supportive because supervisory support stimulates their personal
growth and development, and fulfills basic human needs (e.g., self-esteem, affiliation).
The literature has consistently found that perceived supervisor support positively
influences work engagement (Bailey, Madden, Alfes, & Fletcher, 2017; Bakker et al.,
2004; Jose & Mampilly, 2015; Lee & Eissenstat, 2018; Sarti, 2014). For example, in

10

several meta-analyses, Halbesleben (2010) and Bailey et al. (2017) found that supervisor
support was positively related to work engagement. Furthermore, Freeney and Fellenz
(2013) hypothesized that job resources, such as support from supervisors, motivates
employees to become more engaged. The researchers found that support from supervisors
was positively related to work engagement. In a study by Lee and Eissenstat (2018), the
researchers sampled 1,997 employees of multinational companies and found perceived
supervisor support was significantly and positively related to work engagement for both
men and women. These findings indicate that employees who feel they have support from
their supervisor tend to be more engaged in their work.
Consequences of work engagement. There are many consequences of work
engagement identified in the literature. Some of the most commonly researched outcomes
of work engagement include performance, organizational commitment, and job
satisfaction. For example, Harter, Schmidt, and Hayes (2002) conducted a meta-analysis
that sampled more than 190,000 employees from 7,900 different business units in a
variety of industries and companies and found a positive relationship between work
engagement and business outcomes (e.g., profit, turnover, customer satisfaction-loyalty)
at the business-unit level, indicating that business units with engaged employees are
likely to have an increase in productivity, profitability, and customer satisfaction.
Organizational commitment has also been identified as an outcome of work
engagement. Halbesleben (2010) conducted a meta-analysis and found a positive
relationship between work engagement and organizational commitment. These findings
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indicate that the more engaged employees are, the more likely they are to be committed
to their organization.
The literature has also found job satisfaction to be a consequence of work
engagement. Research has identified a positive relationship between work engagement
and job satisfaction (Bailey et al., 2017; Biswas and Bhatnagar, 2013; Yalabik et al.,
2013). These findings show that employees who are more engaged in their job are more
likely to be satisfied with their job.
Organizational citizenship behaviors have also been linked with work engagement.
Organizational citizenship behaviors are defined as “performance that supports the social
and psychological environment in which task performance takes place” (Organ, 1997, p.
95). Research has found a positive relationship between work engagement and
organizational citizenship behaviors (Mauno, Kinnunen, Mäkikangas & Feldt, 2011;
Crawford, LePine, & Rich, 2010). These findings indicate that the more engaged
employees are, the more likely they are to engage in these discretionary extra-role
behaviors.
Research has also shown that turnover intention is one of the outcomes of work
engagement (Bailey et al., 2017; Bakker, Demerouti, & Schaufeli, 2005; Halbesleben,
2010; Karatepe, Yavas, Babakus, & Deitz, 2018; Saks, 2006; Schaufeli & Bakker, 2004).
In a more recent study, Karatepe et al. (2018) conducted a study of 183 employees in the
hotel industry. The researchers found that work engagement was significantly and
negatively related to turnover intention. Furthermore, meta-analyses on the relationship
between work engagement and turnover intention show a strong and negative relationship

12

between work engagement and turnover intention (Bailey et al., 2017; Halbesleben,
2010). These findings indicate that if employees are engaged in their work, they are less
likely to develop an intention to leave their organization.
Although the JD-R model proposes that work engagement acts as a mediator of the
relationship between job resources and outcomes, to my knowledge, no studies have
examined work engagement as a mediator of the relationship between perceived
supervisor support and turnover intention using the JD-R model. Indirect evidence comes
from research that used similar, yet different, constructs to perceived supervisor support,
but still used social exchange theory as the mechanism to explain the relationship
between social support and turnover intention. Shuck et al. (2014) proposed that social
exchange theory offers a theoretical bridge that supports the possible mediating role of
work engagement on the relationship between perceived support for participation in
human resource development (HRD) practices and turnover intention. Perceptions of
support related to HRD practices include career development, leadership development,
and workplace learning and performance. Results showed that work engagement partially
mediated the relationship between perceived support for participation in HRD and
turnover intention. That is, when an employee believed their organization invested in and
was supportive of them through human resource development practices, they were
obligated to become more engaged, which in turn led to lower levels of turnover
intention.
Similarly, Kumar, Jauhari, Rastogi, and Sivakumar (2018) studied work engagement
as a mediator of the relationship between manager support for development and turnover
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intention. The researchers’ definition of “manager support for development” included
three different aspects: perceived supervisor support, managerial support, and familysupportive supervisor behaviors. This study also examined the mechanism of this
relationship through the lens of the social-exchange theory. The researchers found that
work engagement mediated the relationship between manager support for development
and turnover intention, such that employees who had a manager who supported their
development were more engaged in their work, which in turn reduced the employee’s
intention to leave their job.
These studies showed that work engagement was a mechanism of the relationship
between perceived supervisor support and turnover intention, and suggest that people
become engaged as a felt obligation to perceived supervisor support, which then leads to
less intention to turnover. However, using the JD-R model, I also argue that people
become engaged because perceived support from their supervisor is a job resource that
motivates them extrinsically and intrinsically, which then leads to less intention to
turnover. Perceived supervisor support motivates employees extrinsically because with
supervisor support, the job gets done. Furthermore, if employees are valued and cared for
by their supervisors, they are likely to be intrinsically motivated because supervisor
support could stimulate their personal growth and development, and fulfil basic human
needs.
Because work engagement is negatively related to turnover intention, organizations
can focus on increasing the job resource of perceived supervisor support in order to
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motivate employees to be more engaged, which will ultimately reduce the likelihood of
them leaving the organization.
Therefore, I hypothesize the following.
Hypothesis. Work engagement will mediate the relationship between perceived
supervisor support and turnover intention, such that perceived supervisor support will
be positively related to work engagement, which in turn will be negatively related to
turnover intention.

Figure 1. Work engagement as a mediator of the relationship between perceived
supervisor support and turnover intention

Present Study
The present study investigates the mediating role of work engagement on the
relationship between perceived supervisor support and turnover intention. Although prior
literature has looked at this relationship through the lens of the social-exchange theory,
the present study is the only study to my knowledge that investigates the relationship
between perceived supervisor support and turnover intention using the JD-R model. I
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propose that the relationship between perceived supervisor support and turnover intention
can be explained by the motivational processes of work engagement. Using the JD-R
model theoretical framework, I propose that perceived supervisor support is a resource
that leads to work engagement because employees are motivated both intrinsically and
extrinsically by the support they receive from their supervisor, rather than through the
norm of reciprocity. Perceived supervisor support is a job resource that organizations can
ultimately increase if more support from supervisors is needed to help employees be
more engaged. With the support of their supervisors, employees will be more intrinsically
and extrinsically engaged through this motivational process of engagement, and they will
be less likely to intend on leaving their job.
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Method
Participants
Data were collected in 2019 using a company-wide engagement survey. The sample
consisted of employees at a healthcare organization in Northern California. In order to be
included in the survey, all 2,129 full-time employees were invited to take the survey.
Among them, 1,098 employees participated in the survey, resulting in a 51.6% response
rate. After identifying outliers and eliminating participants with excessive missing data,
the final sample consisted of 954 employees.
Demographic information of the sample is reported in Table 1. The sample consisted
of 72.5% female and 27.5% male. With respect to the age of participants, 43.6% were in
the age range of 30-44, followed by 24.0% between 45-54, 21.0% for ages 55 and over,
and 11.4% under 30 years of age. In terms of the ethnic composition of the sample,
Asians (39.2%) represented the largest ethnic group, followed by White (29.0%),
Hispanic or Latino (17.9%), and Black or African American (9.6%). Tenure of
participants was widely distributed, with the largest group having 1-3 years (26.4%),
followed by the second largest group having 10 years and over (22.0%).
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Table 1
Demographic Characteristics of Participants (N = 954)
Variable

n

%

Gender
Male
Female

262
692

27.5%
72.5%

Age
Under 30
30 to 44 years
45 to 54 years
55 and over

109
416
229
200

11.4%
43.6%
24.0%
21.0%

374
277
171
92
20
16
4
954

39.2%
29.0%
17.9%
9.6%
2.1%
1.7%
.4%

61
106
252
134
191
210
954

6.4%
11.1%
26.4%
14.0%
20.0%
22.0%

Ethnicity
Asian
White
Hispanic or Latino
Black or African American
Two or more races
Native Hawaiian or other Pacific Islander
American Indian/Native Alaskan
Tenure
Less than 90 days
90 days to 1 year
1 to 3 years
3 to 5 years
5 to 10 years
10 years and over

Measures
Perceived supervisor support. Perceived supervisor support is defined as the degree
to which supervisors value their employees’ contributions and care about their well-being
(Eisenberger et al., 2002; Kottke & Sharafinski; 1988). Perceived supervisor support was
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measured with 12 items. Examples of the items were, “My manager gathers my input
when making decisions that affect me,” “My manager fosters genuine and trusting
relationships on the team,” and “My manager supports my professional growth and
development.” Perceived supervisor support was measured using a 5-point Likert scale of
agreement (1 = Strongly Disagree, 5 = Strongly Agree). Responses were averaged to
create a composite score. Higher scores indicated that the employee perceived their
supervisor to be more supportive. Cronbach’s alpha was .97, indicating high reliability.
Work engagement. Work engagement is defined in this study as the investment of
the employee’s physical, cognitive, and emotional energies in their role, a sense of pride
in their work, and the willingness to exhibit discretionary effort in their job (Frank et al.,
2004; Harter, Schmidt, & Hayes, 2002; Kahn, 1990; Macey & Schneider, 2008;
Crawford, LePine, & Rich, 2010; Schaufeli et al., 2002; Ware, 2012). Work engagement
was measured with 12 items. Examples of the items were, “On most days, I feel
energized when I am at work,” “I am proud to work for my organization,” and “I feel
motivated to go the extra mile.” These items were measured on a 5-point Likert scale of
agreement (1 = Strongly Disagree, 5 = Strongly Agree). Responses were averaged to
create a composite score. Higher scores indicated that employees were more engaged in
their job. Cronbach’s alpha was .93, indicating high reliability.
Turnover intention. Turnover intention is defined as an employee’s “conscious and
deliberate willfulness to leave the organization” (Tett & Meyer, 1993, p. 262). Turnover
intention was measured with one item, “The chances of leaving my job voluntarily during
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the next year are…” The turnover intention item was measured using a 5-point scale (i.e.
1 = Extremely Low, 2 = Low, 3 = Average, 4 = Above Average, 5 = Very High).
Procedure
The work engagement survey was conducted by an external vendor. All surveys were
completed online through the external vendor’s engagement survey website. All
employees of the organization received an email inviting them to take the survey that
included unique login credentials. Upon logging in, participants were provided with a
brief explanation of the purpose of the survey and instructions on the rating scale.
Instructions indicated that the survey would take between 10-15 minutes and must be
completed in one sitting. A joint statement by the Chief Executive Officer and the Chief
of Human Resources indicated that all responses would remain confidential and be used
to improve the quality of the work experience. Employees had one month to complete the
survey and participation was voluntary.
All full-time employees were eligible to complete the survey at the time of data
collection. Once the employee completed the survey, responses were collected in the
online survey database. Once participants were de-identified by the external vendor, the
researcher obtained the data set for analyses. Data were analyzed using Statistical
Package for Social Sciences (SPSS) statistical software version 26.
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Results
Descriptive Statistics
Table 2 displays the descriptive statistics of the measured variables and Pearson
correlations among them. Participants reported a relatively high level of perceived
supervisor support (M = 4.11, SD = .97), suggesting that they perceived their managers
fostered genuine and trusting relationship on the team and supported their professional
growth and development. Participants also reported high levels of engagement with their
work (M = 4.15, SD = .74), indicating that employees were engaged, as they had a sense
of pride in their work, were willing to invest high levels of energy and discretionary
effort, and invested their physical, cognitive, and emotional energies in their role.
Participants reported low levels of turnover intention (M = 2.05, SD = 1.20). Overall,
employees felt their supervisors were supportive of them, were engaged in their work,
and had low turnover intentions.
Table 2
Descriptive Statistics and Pearson Correlations of Variables (N = 954)
Variable

M

SD

1

1. Perceived supervisor support

4.11

.97

--

2. Work engagement

4.15

.74

.70***

3. Turnover intention

2.05

1.20

-.50***

Note. * p < .05, ** p < .01, *** p < .001
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2

3

--.62***

--

Pearson Correlations
Pearson correlations were computed to assess the strength of the relationships among
the three variables. Pearson correlations are presented in Table 2. Results showed that
perceived supervisor support was positively and strongly related to work engagement,
r(952) = .70, p < .001, such that employees who perceived their supervisor to be more
supportive were likely to be more engaged. Perceived supervisor support was negatively
and strongly related to turnover intention, r(952) = -.50, p < .001, such that employees
who perceived their supervisor to be more supportive were less likely to intend on
leaving their organization. Work engagement was negatively and strongly related to
turnover intention, r(952) = -.62, p < .001, indicating that the more an employee was
engaged in their job, the less likely they were to intend on leaving their job. Overall,
these variables were strongly related to each other.
Test of Hypothesis
A simple mediation analysis was conducted using the SPSS macro PROCESS (model
4) to test the hypothesis. This mediation analysis uses an ordinary-least-squares path
analysis to determine the direct and indirect effects (Krieger & Sarge, 2013). I used
bootstrap to calculate 95% bias-corrected confidence intervals (CIs) to assess the
significance of the indirect effect because this approach has better performance and
statistical power compared to other mediation approaches (e.g., Sobel test, the Baron and
Kenny method) (Hayes & Preacher, 2014). An indirect effect is significant if zero is not
contained in the confidence interval (Hayes & Preacher, 2014). Following the
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recommendation of Hayes and Preacher, the bootstrap estimates were based on 10,000
bootstrap samples.
The hypothesis stated that work engagement would mediate the relationship between
perceived supervisor support and turnover intention. Table 3 shows unstandardized
regression coefficients, standard errors (SE), t values, and 95% CI. As expected,
perceived supervisor support was negatively related to turnover intention (path c: b = .62, t = -17.69, p < .001). Perceived supervisor support was positively related to work
engagement (path a: b= .54, t = 30.21, p < .001). Work engagement was negatively
related to turnover intention (path b: b = -.85, t = -14.86, p < .001) after controlling for
perceived supervisor support (see Figure 2). These findings indicated that perceived
supervisor support was positively related to work engagement, which in turn was
negatively related to turnover intention. Therefore, employees who perceived their
supervisor to be supportive of them were more likely to be engaged in their job, which in
turn reduced the likelihood of them leaving the organization.
With respect to the significance of the indirect effect, results showed that the biascorrected bootstrap CI did not contain zero (path ab: b = -.46, 95% CI = -.54 to -.38),
indicating that the indirect effect was statistically significant. These results indicated that
work engagement was a significant mediator of the relationship between perceived
supervisor support and turnover intention. Perceived supervisor support and work
engagement explained 38.92 % of the variance in turnover intention. However, perceived
supervisor support was still directly related to turnover intention after controlling for
work engagement (path c’: b = -.16, t = -3.63, p < .001). These results show that
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perceived supervisor support was related to turnover intention directly and indirectly
through work engagement and show support for the hypothesis. These results indicate
that the hypothesis was partially supported.
Table 3
The Results of the Relationship Between Perceived Supervisor Support (PSS)
and Turnover Intention (TI) as Mediated by Work Engagement
95 % CI
b(SE)

T

LL

UL

PSS - TI (c)

-.62(.04)

-17.69***

-.68

-.55

PSS - Engagement (a)

.54(.02)

30.21***

.50

.57

Engagement - TI (b)

-.85(.06)

-14.86***

-.97

-.74

PSS - TI (c')

-.16(.04)

-3.63***

-.25

-.07

-.54

-.38

Indirect Effect
PSS - Engagement - TI (ab)

-.46(.04)

Note: This table shows the path coefficients and indirect effect for the relationship
between perceived supervisor support (PSS) and turnover intention (TI) as mediated by
work engagement. *** p < .001
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Figure 2. A simple mediation model with work engagement as the proposed mediator of
the relationship between perceived supervisor support and turnover intention
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Discussion
Due to the costly implications of turnover, researchers have been attempting to
identify the predictors of turnover. The literature has identified turnover intention to be
one of the strongest predictors of turnover (Allen, Bryan, & Vardaman, 2010). Research
has also found perceived supervisor support to be a strong predictor of turnover intention
(Karatepe, 2014; Kim & Jogaratnam, 2010; Nichols, Swanberg, & Bright, 2016).
Although perceived supervisor support has consistently been shown to be negatively
related to turnover intention, little is known about the potential mechanism of this
relationship.
Past research has shown perceived obligations derived from social exchange theory as
an underlying mechanism of the relationship between perceived supervisor support and
turnover intention (Kumar et al., 2018; Shuck et al., 2014). The present study argued that
based on JD-R theory, motivational process of work engagement might also be an
explanatory mechanism for the relationship between perceived supervisor support and
turnover intention. More specifically, the present study proposed that perceived
supervisor support would act as a job resource that motivates employees to be engaged
with their work, which in turn would be negatively related to turnover intention.
Summary of Findings
The hypothesis stated that work engagement would mediate the relationship between
perceived supervisor support and turnover intention, such that perceived supervisor
support would be positively related to work engagement, which in turn would be
negatively related to turnover intention. Results showed that work engagement partially
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mediated the relationship between perceived supervisor support and turnover intention.
This partial mediation implies that there was a significant relationship between work
engagement and turnover intention, but also a significant relationship between perceived
supervisor support and turnover intention. Results showed that perceived supervisor
support was directly related to turnover intention. These results showed partial support to
the hypothesis.
Theoretical Implications
Prior literature has investigated the relationship between perceived supervisor support
and turnover intention through the lens of social-exchange theory (Kumar et al., 2018;
Shuck et al., 2014). Perceived supervisor support is considered to be a benefit that causes
a deepening of exchange relationships between an employee and his or her supervisor.
Employees are likely to reciprocate the benefits of an exchange relationship with their
supervisor and feel obligated to repay positive treatments with beneficial attitudes and/or
behaviors.
Although the literature has identified social exchange theory as the explanatory
mechanism in the relationship between supportive supervisors and turnover intention, the
present study investigated this relationship through the lens of the JD-R model, where I
hypothesized that perceived supervisor support is a job resource that is positively related
to work engagement, which, in turn, is related to less turnover intention through a
motivational process (Bakker, Demerouti, & Euwema, 2005; Demerouti, Bakker,
Nachreiner, & Schaufeli, 2001; Schaufeli & Bakker, 2004). Using the JD-R theoretical
framework, the current study demonstrated that the relationship between perceived
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supervisor support and turnover intention could also be explained by the motivational
processes of work engagement.
To my best knowledge, this is the first study that examined the mediating role of
work engagement on the relationship between perceived supervisor support and turnover
intention through the lens of the JD-R model. Supportive supervisors play an intrinsic
motivational role because they foster employees’ growth, learning and development, and
fulfill basic human needs (Bakker & Demerouti, 2008). They can also play an extrinsic
motivational role because they are instrumental in achieving work goals (Bakker &
Demerouti, 2008). Results of this study indicate that individuals become engaged because
they are motivated both intrinsically and extrinsically by a supportive supervisor, which
in turn reduces the likelihood they intend on leaving the organization. Using the JD-R
theoretical framework, the present study demonstrates that a job resource was associated
with turnover intention through work engagement. As perceived supervisor support has
consistently been identified as a job resource, it may be possible to influence turnover
intention by increasing supportive supervisor practices that lead to motivated and
engaged employees.
Furthermore, consistent with prior literature, the present study found that perceived
supervisor support was significantly and negatively related to turnover intention (Gordon
et al., 2019; Kim & Kao, 2014; Nichols et al., 2016). These findings indicate that the
more employees perceived their supervisor to be supportive of them, the less likely they
intended on leaving the organization. Additionally, results also showed that work
engagement was negatively related to turnover intention, such that the more employees
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were engaged in their job, the less likely they intended on leaving the organization. These
findings show additional empirical evidence that both perceived supervisor support and
work engagement were consistently and negatively related to turnover intention (Bailey
et al., 2017; Bakker, Demerouti, & Schaufeli, 2005; Halbesleben, 2010; Karatepe et al.,
2018; Saks, 2006; Schaufeli & Bakker, 2004).
Practical Implications
The present study has some practical implications for organizations seeking to
address issues with turnover. Results of the present study showed that employees
developed less intention to turnover because support from their supervisor may have
motivated employees to become more engaged in their job. Employees view their
supportive supervisor as a resource that motivates them to become more engaged. As
supervisor support has consistently been identified as a job resource in the literature
(Demerouti et al., 2001; Leiter & Maslach, 1988; Saks, 2006), organizations can focus on
influencing people’s intention to turnover, not only through social exchange, but also
through job resources and the motivational process of engagement.
In a meta-analysis, Knight, Patterson, and Dawson (2017) found that job resource
building was an intervention that was positively related to work engagement. Given these
findings, organizations can focus on training and interventions to instill more supportive
supervisor practices. By focusing on increasing the job resource of perceived supervisor
support, employees may become more engaged, which in turn may reduce the likelihood
of them intending on leaving their organization.
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There are three effective strategies organizations and supervisors can adopt to deal
with turnover intentions. In order to increase the resource of perceived supervisor
support, organizations can implement a developmental track for all employees that
includes training for the knowledge, skills, and abilities to be successful in the role, and
provide clear direction for upward mobility in the organization. Supervisors assist their
subordinates in gaining capabilities for future opportunities. A supervisor’s involvement
in an employee’s developmental track may intrinsically motivate employees to become
more engaged because they feel valued and supported, which might help to reduce the
likelihood of the employee leaving the organization.
Furthermore, employees are intrinsically motivated because they feel valued and
cared for by a supportive supervisor. Employees are likely to be intrinsically motivated
because a supportive supervisor stimulates personal growth and development and fulfills
basic human needs (e.g., self-esteem, affiliation). Supportive supervisor practices also
include supervisors who are invested and interested in their subordinates’ career growth.
Supervisors who share the responsibility with their employees regarding their career
growth track are often perceived to be supportive. Honest and regular communication
between the employee and supervisor about career growth opportunities may motivate
employees to become more engaged. By increasing supervisor support, employees may
become more intrinsically motivated because they feel valued and cared for by their
supervisor, which in turn may reduce the likelihood of them leaving the organization.
Supportive supervisors can also play an extrinsic motivational role because they are
instrumental in achieving work goals (Bakker & Demerouti, 2008). In order to
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extrinsically motivate employees, organizations and supervisors can implement a holistic
rewards and recognition program (Jex & Britt, 2008) It may be necessary to have a
balance between intangible and tangible rewards. Intangible rewards include timely and
sincere recognition, awards, and praise. Tangible rewards often include monetary
compensation for meeting performance goals. Supervisors can play an integral role in
delivering these rewards and recognition to their subordinates to increase the perception
of supportive supervisor practices. Organizations and supervisors can extrinsically
motivate employees through an effective rewards and recognition program, which
ultimately will lead to more engaged employees, thus reducing the likelihood of
employees intending on leaving the organization.
Strengths and Weaknesses of the Present Study, and Future Directions
The present study has several strengths. The current study was the first study to
examine the mediating role of work engagement on the relationship between perceived
supervisor support and turnover intention using the JD-R theoretical framework. The
present study demonstrated that the mechanism that explained this relationship was
through the motivational processes of engagement, in addition to a felt obligation or norm
of reciprocity based on social exchange theory.
Another strength of this study was a large sample size. A large sample size increases
the likelihood of achieving statistical significance and captures a stronger representation
of the population. Thus, the results of the present study may be generalizable to the
overall population of people working in the healthcare industry.
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Despite the several strengths of this study, there were a few weaknesses. The
response rate of the current study was 51.6%, indicating a relatively low response rate. It
may be possible that employees who were more motivated to complete the survey may
have been more engaged and motivated employees overall. In order to increase the
response rate in future studies, the researchers could either make the survey mandatory,
expand the time frame to complete the survey, or provide employee incentives for
completing.
As the study was non-experimental, causal statements between the variables cannot
be made. Therefore, I am not able to conclude that perceived supervisor support causes
employees to be engaged, which in turn, leads them to develop less intention to leave
their organization. Future research could identify a causal pathway by administering the
survey before and after an intervention. In order to conduct a longitudinal study, future
research could administer the survey prior to the participants undergoing a job resource
building intervention. After the participants have received an intervention designed to
increase perceived supervisor support, the researchers can administer the same survey
post-intervention and compare the results in order to identify a causal pathway.
Additionally, the data in this study were collected from the same organization in the
healthcare industry. Therefore, this study can only be generalizable to the healthcare
industry, and not necessarily the general population of various industries. Future research
should be directed at collecting data from a multitude of industries in order to be more
representative of the general population.
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Sampling from a multitude of different industries might also address another
weakness to the study, which was that the sample consisted of more females than males.
This uneven distribution of gender may be due to the nature of the industry itself, as the
healthcare industry is currently predominantly female (Joyce, 2018). Although a more
even distribution of gender would be more representative of the overall population, a
female majority may be more representative of the healthcare industry as a whole.
Future research could examine if work engagement acts as a mediator of the
relationship between perceived supervisor support and other outcomes. Some outcomes
that have been identified in the work engagement literature are productivity, profitability,
and customer satisfaction (Harter, Schmidt, & Hayes, 2002). By investigating other
performance indicators, such as profitability and customer satisfaction levels,
organizations could use those findings to evaluate manager effectiveness or develop
training to strengthen leadership capability in order to motivate employees to become
more engaged.
Considering the present study only investigated engagement as a mediator of the
relationship between perceived supervisor support and turnover intention, future research
could expand by studying different job and personal resources, and other outcomes. Other
job resources identified in the JD-R model to consider in future research include job
autonomy, social support from co-workers, task variety, job security, and role clarity
(Schaufeli & Bakker, 2004). Some personal resources include optimism, resiliency, selfefficacy, and self-esteem (Bakker & Demerouti, 2008). As this study has identified work
engagement as a mediator in the relationship between a job resource and outcome using
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the JD-R model, future research may explore other job resources that motivate employees
to become more engaged, which ultimately should lead to a multitude of positive
outcomes.
Conclusion
The present study investigated the mediating role of work engagement on the
relationship between perceived supervisor support and turnover intention. This study is
the first study to the best of my knowledge that investigates the relationship between
perceived supervisor support and turnover intention using the JD-R model. Using the JDR model theoretical framework, I found that perceived supervisor support was a resource
that was related to work engagement because employees were motivated both
intrinsically and extrinsically by the support they receive from their supervisor, rather
than through social exchange as identified in prior literature, which was then negatively
related to turnover intention. Perceived supervisor support is a job resource that
organizations can increase if more support from supervisors is needed to help employees
become more engaged. Supportive supervisors will motivate employees both intrinsically
and extrinsically to become engaged, and they will be less likely to have turnover
intentions.
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Appendix
Demographic Questionnaire

Gender
• Male
• Female
Age
•
•
•
•

Under 30
30 to 44 years
45 to 54 years
55 and over

Ethnicity
• American Indian/Alaskan Native
• Asian
• Black or African American
• Hispanic or Latino
• Native Hawaiian or other Pacific Islander
• Two or more races
• White
• Not specified
Tenure
• Less than 90 days
• 90 days to 1 year
• 1 to 3 years
• 3 to 5 years
• 5 to 10 years
• 10 years and over
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Scale Items
Perceived Supervisor Support Items
My manager fosters genuine and trusting relationships on the team.
My manager promotes an environment where I feel free to express my opinion.
My manager supports my professional growth and development.
My manager selects competent people for our team.
My manager is approachable.
My manager is aware of my career goals.
My manager provides me with regular feedback to help me improve my performance.
My manager gathers my input when making decisions that affect me.
My manager recognizes me in a manner that I personally value.
My manager treats me with respect.

Work Engagement Items
On most days, I feel energized when I am at work.
The type of work that I do leverages my personal strengths.
I feel valued and appreciated.
My organization has a culture where I can learn new skills and grow.
My organization provides me with the tools I need to help me advance my career.
I feel motivated to "go the extra mile".
I enjoy the work that I do.
I feel driven to do what it takes to help my organization succeed.
I have the resources I need to do an effective job.
I am proud to work for my organization.
My organization has a culture of recognition for good performance.
I am growing personally and professionally at work.

Turnover Intention Item
The chances of leaving my job voluntarily during the next year are:
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